I. Introduction
An organization usually comes into existence when explicit procedures are established to co-ordinate the activities of a group in the interest of achieving specific objectives. Hunt (1972) described an organization as an identifiable social entity pursuing multiple objectives through the coordinated activities and relations among members in the organization. It is true that whenever groups of people associate with one another; social organization develops among them, but not all such collectivities can be referred to as formal organizations. The criteria for describing a formal organization is the existence of a procedure for mobilizing and coordinating the efforts of various individuals and groups in the pursuit of joint objectives which has been institutionalized by either management or government. Over the years, the study of groups at workplace has emerged as an increasingly important part of the organizational behavior and management literature. This is more so, since it is an accepted fact that group affiliation is part of most employee's work life. More importantly, it is also believed that groups can restrict or enhance the accomplishment of organizational goals. African studies in organization behavior (OB) have hitherto focused on the functioning of formal groups to the neglect of informal groups (Appelbaum et al 2004; Ejiofor, 1981; Ahiauzu, 1983) . This situation has tended to create a gap within the process of effective management of Institutions of Higher Learning. This situation shows that full scale knowledge on the effectiveness of Institutions of Higher Learning is at present inadequate.
We are aware that research evidence on formal group dynamics have shown that the working people of the economically advanced countries are individualistic in nature whereas those in the less developed countries are collectivistic. In explaining the concept of individualism and collectivitism, Erturk (2006) posited that individualism stands for a preference for a loosely knit social framework in a society wherein individuals are supposed to take care of themselves and their immediate families only: Whereas collectivism stands for a preference for a tightly knit social framework in which individuals can expect their relatives, clan and other Ingroups to look after them in exchange for unquestioning loyalty. It is therefore not surprising that in individualistic societies workers tend not to rely too much on the support of the group in performing their functions within work organizations. This is not to say the least that group support in individualistic societies is unimportant. Unlike the individualistic society therefore, collectivistic societies such as in Nigerian society inculcate in their members the need to act in groups. In the wider African societies, these groups have tended to emerge more from social relations rather than from economic rational relations. Studies have tended to focus on the more favoured economic rational formal groups to the neglect of the importance of informal groups in determining the performance patterns of formal work organization. Hence this paper contributes by empirically examining the effect of religious affiliations on organizational citizenship behaviour in three Universities and a Polytechnic in Port Harcourt. The study therefore is aimed at:
i. Ascertaining the relationship between religious affiliations and altruism ii. Examining the relationship between religious affiliations and sportsmanship after examining the rise of capitalism; felt that it was favoured by the attitudes stressed by ascetic Protestantism. Therefore, rather than religion being without real influence, it actually helps to formulate the direction of economic change.
Religion is said to have an impact on social action. For instance, the conservatives hold that religion should promote personal salvation, help develop the spirit of love, unselfishness and faith which can survive social difficulties. Therefore, they may be willing to make minor adjustment, but they are convinced that the basic structures of society are sound. They may accept and even support ‗reform', but revolution is rejected as likely to bring more harm than benefits. Religion has the tendency of influencing social stratification. For instance, in United States of America, there are many religious bodies each linked to a certain segment of society. In this way many people reaffirm their identity by affiliating with a religious body composed primarily of people from his area. Religious stratification sometimes is based on ethnicity. For instance, Judaism is a religion in which most worshippers are ethnically Jewish. Even though there is the concept of Jewishness without also thinking of the Jewish religion.
Nature and Measures of Organizational Citizenship Behaviour
Individual level performance draws upon those things you have to do in your job, or in-role performance. These things are those things one has to do as part of his job and its job description, and those things that add value but which are not part of one's formal job description. These -extras‖ are called extra role performance or organization citizenship behaviour (OCBs) Voluntary behaviour employees perform to help others and benefit the organization. At this point, it is probably simplest to consider an in role performance as having productivity and quality dimensions associated with certain standards that you must meet to do your job. In contrast, OCBs can be understood as behaviour that are beneficial to the organization and are discretionary, not directly or explicitly recognized by the formal reward system. A group: a collection of individuals who interact with each other such that one person's actions have an impact on the other informal groups. Group level performance focuses on both the outcomes and process of collections of individuals, or groups. Individual can work their own agendas in the context of the group. Group might consist of project-related groups, such as a product or an entire store or branch of company. The performance of a group consists of the input of the group minus any process loss that result in the final output, such as the quality of product and the ramp-up time to production or the sales for a given month. Process loss any aspect of group interaction that inhibits group functioning is any aspect of group interaction that inhibits good problem solving (Chao-Chan, 2011; Kpakol, Obiora & Jaja, 2016). In comparison to in-role performance, the spectrum of what constitutes extra-role performance, or OCBs, seem to be great and growing. In a recent review, for example, management researchers identified 30 potentially different forms OCB, which they conveniently collapsed into seven common dimensions: (1) helping behaviour, (2) sportsmanship, (3) organizational loyalty, (4) organizational compliance (5) individual initiative, (6) Civic Virtue and (7) self-development.
Religious Affiliations and Organizational Citizenship Behaviour
2.3.1 Religious affiliations and altruism: Altruism refers to voluntary actions that help other people with a work problem, instructing a new hire on how to use equipment, helping a co-worker catch up with a backlog of work, fetching materials that a colleague needs and cannot produce on their own. Interpersonal helping focuses on helping co-workers in their jobs when such help was needed. This helping behaviour takes on the forms of altruism, interpersonal courtesy, and peacemaking and cheerleading. It is the position of various studies () that religious affiliations, are bonding mechanisms and would most likely contribute or enhance outcomes of altruism in members of the organization, based on these assumptions, we hypothesize that: HO 1 : There is no significant relationship between religious affiliations and altruism 2.3.2 Religious affiliations and sportsmanship: Sportsmanship is a citizen like posture of tolerating the inevitable inconveniences and impositions of work without whining and grievances. It is the Identification with and allegiance to organizational leaders and the organization as a whole, transcending the parochial. It extends to organizational loyalty which has to do with interests of individual's workgroups, and departments. It is a form of representative behaviour which includes defending the organization against threats, contributing to it good reputation, and co-operating with others to serve the interests of the whole. It can be summed up as organizational compliance or obedience which is an orientation toward organizational structure of rules and regulations. Obedience may be demonstrated by a respect for rules and instructions, punctuality in attendance and task completion, and stewardship of organizational resources. Therefore based on these assertions we hypothesize that: HO 2 : There is no significant relationship between religious affiliations and sportsmanship
III. Methodology

Research Design
The study adopts the cross-sectional survey research design which allows the researcher to have a snapshot of the phenomenon investigated at a time. The design also allows the use of the structured questionnaire for data generation and analysis. Data for the study is predominantly quantitative and thus emphasis is placed on the use of descriptive and inferential statistics in the analysis of data.
Population and Sampling
The population of study is comprised of a total of 3136 academic and non-academic staff in the three universities and polytechnic in Port Harcourt (Nigerian muse, 2005) from where the sample size of 355 for the study was determined, using the Taro Yamane 1973 sampling formula (Okpu & Kpakol, 2015) . Respondents were selected using the simple random probabilistic sampling method.
Research Instrument
This research adopted the questionnaire as its primary instrument for data generation. It is a formalized schedule which directs the questioning process and promotes clear and proper recording (Ezejelue and Ogwo, 1990). It was administered by direct contact to ensure objective participation that in turn generates realistic inferences. The questions were presented in close ended forms.
Operational Measurement of Variables
The research instrument used for the study is the questionnaire which was adopted from the works of Lind and Tyler (2008) as adopted by Bies (2011), Organ (1988) and Child (1972) . The instruments elicited information on Religious affiliations and the dimensions of Organizational Citizenship Behaviour. The questionnaire will consist of three sections (A, B and C). Section A focused on the personal data of the respondents such as sex, age, marital status, educational qualification, and years of working experience. Section B of the questionnaire focused on Religious Affiliations which is considered the predictor variable in this study, while Section C, measured the measures of Organizational Citizenship Behaviour. The Questionnaire will be designed in a 1 to 4 point level of Modified Likert Scale Measurement.
Reliability of Instrument
The reliability of the instrument was determined by the use of Nunally's (1978) Cronbach's alpha. Variables were observed to exceed the benchmark of 0.7 minimum threshold. Cronbach's alpha is a reliability coefficient that indicates how well the items in a set are consistent with respect to their latent constructs.
IV. Data Presentation, Analysis and Interpretation
This section presents the results for the analyzed data generated from our field exercise. The results and findings were also summarized here. This had commenced with the result on the administration and retrieval of questionnaire copies.
Descriptive Analysis
The survey instrument was distributed among sample respondents in the four higher educational institutions in the state. A total of 355 of them were served and 245 of them were successfully retrieved. The eventual sorting and cleaning provide 236 of the survey instrument as good for the study. In relation to job status of the personnel surveyed, 23(10%) of them are directors Deputy Registrars. For Deans, 18 of them which represent 8% are in that category. In the case of department/unit heads, we had 99 of them which also represent 42% of the sample. Admin officers and principal officers that make up the sample were 72(31%) and 24(10%) respectively. This further shows that the appropriate personnel were those sampled for data generation for the study. As for gender, 163(69%) of the respondents are males while 73 of them which represents 31% are females.
The period of stay in the institutions is also viewed as a factor that could enhance creation or belonging to networks within the institutions and using it as a means of reaching both individual and organizational goals. The data showed that 54(23%) of the respondents have stayed between O-5yrs. Another 63(27%) of them have been with their institution for 6-10yrs and the 11-l5yrs ranged had 78(33%) respondents. The l6yrs and above also have as much as 41(17%) respondents. From the response distribution on years of service, it is obvious that they have spent quality years in the institutions to have knowledge of existing groupings. Source: Survey Data, 2014 Table 3 shows details on whether group affiliations exist in the tertiary institutions. The results show that 193 of the respondents acknowledge the presence of group affiliation. This also represents 81.8% of the respondent sample. 21 and 22 of them responded to the -No‖ option and -Somewhat‖ option respectively. This also represents 8.9% and 9.3% response rate respectively. The response pattern clearly indicates that there are grouping within the tertiary institutions that are formed for the purpose of achieving common goals.
Test of Hypotheses
The hypotheses that were earlier stated in the study are analyzed in this section. The Spearman Rank (rho) statistic was used for the analysis. H O1 : There is no significant relationship between religious affiliations and altruism From the results shown in table 4, the r-value is 0.670. This simply means that a positive relationship exists and is also shown to be significant with the p-value of 0.000 which is less than our 0.05 sig level in the 2-tailed test. This means that our stated null hypothesis is rejected. In other words, a significant relationship exists between religious affiliations and altruism. H o4 : There is no Significant Relationship between membership of religious group and sportsmanship The results of the analysis are as shown in table 5 above. From the results with r = 0.621, it means that a positive relationship exist between the examined variables and the relationship is significant at a p = 0.005. From this result, we reject the null hypothesis. This means that a significant relationship exists between membership of religious affiliations and sportsmanship in the tertiary institutions studied.
V. Discussion of Findings
The results of the study show convincingly the existence of religious affiliations in organization that have common goals. The findings supports Melford (2000) view on informal networks in organization as groups mutually existing for their benefits therefore stay connected to each other. It exists based on trust, shared values and beliefs and shares together information that promotes social emotions amongst members of same group. Essentially the studied organizations have groups arising from the primary operationalized formation (religious affiliation) in the study which are also in tandem with literature. The religious grouping is therefore considered as dominant in work organizations (Ebeths, 2007) .
Nowadays, tertiary institutions similar competition challenges like other service-oriented institutions like banks, telecommunication, education, insurance, etc., in areas of customer demanding for high quality services at competitive prices and delivered with courtesy and conscientiousness. Universities are peoplecentered, where emphases are on customer-oriented marketing (Chao-Chan, 2011). Hence, the knowledge service market favours the buyer, rather than the seller (Lee, Chen, Chen and Chen, 2010). With the growing competition and increasingly complex business environment there is reduction in the ability to understand and anticipate the environmental requirements of organizations and as a result, organizations can not precisely formulate their staff expectations to work, because the outstanding performance is not due to the common efforts of the staff, therefore, organizations need employees with a desire to move beyond formal job expectations (Morrison, 1994 as cited in Sahafi, et al, 2013) . This concept has not find proper place in educational institutions (Sahafi, et al, 2013 ) despite the positive influence on knowledge brand image. The peculiarity and sensitivity of the health care delivery has increased the requirements of OCB. Tertiary institutions need to train and encourage their employees to discharge their duties professionally and put extra efforts (OCB) where required. Organ (1988) opined that OCB are the various behaviour who are beneficial to the organization, but it is made spontaneously by members and never been directly or explicitly instructed in the organization formal reward system. Furthermore, OCB is not within the role or the range provided by job description, such behaviour is more similar to personal choice. In the opinion of Izhar (2009) OCB refers to -those organizationally beneficial behaviour and gestures that can neither be enforced on the basis of formal role obligations nor elicited by contractual guarantee of recompense.‖ Since these extra ordinary efforts are optional their presence cannot be enforced (Organ, 1988) , and their omission is not considered as punishable in the organizations (Van Dyne et al, 1995). Turnipseed and Rassuli (2005) mentioned the examples of these OCB behaviour as understanding and cooperation with colleagues, mentoring, performing extra duties without delay and complaint, punctuality, volunteering, efficiently use of organizational resources, sharing ideas and positively representing the organization.
The findings from the hypotheses tested reveal that religious affiliation is significantly associated with organizational citizenship behaviour. This implies that understanding and cooperation with colleagues, mentoring, performing extra duties without delays and complaints, punctuality, volunteering, efficiently use of organizational resources, sharing ideas and positively representing the organization will increase service efficiency, students satisfaction, students revisit for higher degrees and recommendation to others, hence, quality knowledge and allied services delivery. Our results were consistent with the findings of other previous studies (Chi-Cheng et al 2011; Yaghoubi et al, 2011; Kpakol et al, 2016) . Also, the positive casual relationship between religious affiliations and OCB measures of altruism and sportsmanship has shown clearly the leading role of networks toward enhancing community practices that will also enhance effective and efficient means towards reaching goals in tertiary institutions. The good perception of the of universities services which are developed by the attributes of groups such as caring, nice, friendly, responsiveness, etc. helps in attracting and building students and other stakeholders loyalty and re-visit intention, thus, achieving overall institutional goals.
VI. Conclusion
In this study, religious affiliations and their influence on organizational citizenship behaviour was examined (Emego, 2003, Lipsey and Folan, 2007) . Various groups no doubt have taken various forms of emergency but this study concerned itself with religious affiliations which according to Gina (2010) is one of the major informal relational networks in indigenous African organization which in this circumstance are the higher tertiary educational institution investigated. The study has raised some research questions and generated data. The analyzed data showed that religious affiliations grouping instigate high sense of citizenship behaviour among group members whose action are goal directed. The affiliation as created is the reason for good
